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How the
Accounting
Profession
Is Addressing
Upward Mobility
of Women
and
Family Issues
in
Workplace

AICPA_________________

American Institute of Certified Public Accountants

April 1992
Dear Colleague:
The AICPA Upward M obility of Women
Committee is pleased to present this report on the
accounting profession’s progress in addressing
upward m obility of women and fam ily issues in
the workplace.
This report is the result of a series of inter
views with CPA firm s and other organizations
employing CPAs to learn about programs they
have established to help employees balance w ork
responsibilities with fam ily obligations and to
facilitate advancement opportunities for female
employees. The interviews revealed that gradual
strides have been made by the profession to
address these issues. In the latter part of this
report, the committee identifies several action
steps employers can take to foster the upward
m obility of women.
In 1984, the AICPA Future Issues Committee
identified the upward m obility of women as one
of the m ajor issues facing the profession. As a
result o f the com m ittee’s report, the AICPA Board
of Directors authorized the form ation of the
Upward M obility of Women Special Committee.
The committee was charged with recom m ending
strategies to strengthen the upward m obility of
professional women employed in all segments of
accounting. In 1988, the committee published its
initial report, Upward M obility o f Women: Special
Committee R eport to the AICPA Board o f Directors.
Following the release of the report, the Board
of Directors voted to change the com m ittee’s
status from special to permanent and charged it
with m onitoring the upward m obility of women
issue. The committee has gone one step further
and has initiated various projects such as this
report and others w hich are mentioned in the
latter part of this publication. In the m ost recent
edition of AICPA Strategic Thrusts for the Future
(May 1991), the upward m obility of women issue
was identified as a high-priority thrust—further
emphasizing its continued importance.
I believe you will find this report informative
and one in w hich the accounting profession can
take great pride in the progress that has been
made to address upward m obility of women and
fam ily issues in the workplace.
Sincerely,

Samuel A. Vitkoski
Chair—AICPA Upward M obility of Women
Committee

Introduction
Over the past decade, there has been a signifi
cant increase in the number of women entering
the accounting profession. As a result, CPA firms
and other employers of CPAs are realizing the
need to address issues like retention of female
employees and the upward mobility of women.
This report examines some of the strides
that have been made by the accounting profes
sion to address both family and women's issues
in the workplace. Recently, the AICPA contacted
a number of CPA firms and other organizations
employing CPAs to learn about specific programs
they have established or plan to implement in
the near future. Many employers we spoke
with have updated or are revising their human
resources policies to address such issues as
flexible work schedules, job sharing, parental
leave, and child care, among others.
In addition to the responses received from
the firms and organizations contacted, this
report cites several studies which illustrate the
progress that has been made regarding family
issues and women's issues in the workplace,
and how much further the profession needs to
go. Finally, the report examines the new pro-active
role of the AICPA's Upward Mobility of Women
(UMW) Committee, which has undertaken a
number of activities that are mentioned later.
Hopefully, this report will encourage employers
to give more attention to family and women's
issues when structuring human resources pro
grams, and provide employees with ideas for
programs to suggest to their employers.
Please note that the information presented
in this report takes into account the experiences
of 16 employers interviewed and should not be
interpreted as necessarily being representative
of the human resources practices of all CPA firms
and other organizations. Because the survey
was not conducted among a random sample,
the results cannot be projected to this population
at large.
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The Emergence o f Women
in the Accounting Profession:
What Do the Studies Show?
The accounting workplace has changed rapidly in
the past decade or so, largely due to the emergence
of women in the profession. According to The
Supply of Accounting Graduates and the Demand
for Public Accounting Recruits—1992, half of the
accounting graduates in the 1990-91 academic
year were female. In addition, universities
projected for the 1991-92 academic year that 53
percent of accounting graduates would be female.
On the demand side, 51 percent of recruits hired
by public accounting firms in 1991 were female.
With the large influx of women into the
accounting profession, one would expect to find
a higher percentage of women among partners
or in senior management. In public practice,
however, fewer than 20 percent of all managerial
positions in accounting firms are held by women—
even though almost 40 percent of all female
CPAs have been in the field for at least 10 years,
according to the American Woman's Society of
CPAs (AWSCPA).
A 1989 study of partners in the largest CPA
firms found that females constituted 4.1 percent
of the total number of partners nationwide,
according to Shirley Cheramy, managing partner
of Price Waterhouse's (PW) Century City, Califor
nia, office, and Karen Hooks, associate professor
of accounting at the University of South Florida
in Tampa, who conducted the study. The study,
which was also conducted in 1983 and 1986,
reveals an increase of female partners from study
to study (1 percent in 1983, 3 percent in 1986),
although it is slight when compared to the overall
number of women entering the profession.
Joyce Simon, AWSCPA president, says the
reason there has not been dramatic inroads by
female accountants into the upper echelons of
firms and corporations is because women fre
quently redirect their careers before they reach
senior management status. "Many women
choose to leave because they feel they don't
have the same opportunities that men have,"
she says.
"Our experience has been that women fre
quently believe public accounting is too difficult
an arena to balance work and family," explains
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Paul Ostling, vice chairman—human resources
for Ernst & Young (E&Y). He attributes much of
this to the heavy travel and time constraints
employees experience during the audit and tax
busy season. He notes that the projected shortage
of skilled workers has made retention the key
issue for the 1990s for the firm.
Several other studies have been conducted
recently which illustrate that the accounting
profession needs to continue to address the
issue of the upward mobility of women. Two
reports produced by the AWSCPA—Alternative
Work Schedules and the Woman CPA and Alternative
Work Schedules from the Employer's Perspective—
provide personal experiences from both employees
and employers on non-traditional work arrange
ments. The reports conclude that employers
need to continue to address the needs of their
employees—particularly female CPAs—or the
profession stands to lose the potential contribution
of half its work force.
In 1990, the AICPA Management of an
Accounting Practice (MAP) Committee released
the results of a survey which examined the impact
on firms due to the increased number of female
professionals in public accounting. The MAP
Committee Survey on Professional Staff, conducted
of both managing partners and staff members
of CPA firms, revealed some interesting facts:
♦ nearly half of the managing partners indicated
that their firms had experienced an increase in
the proportion of female professionals compared
to five years previously, yet the vast majority
responded that they had not taken any formal
measures to deal with management issues
raised by the increase;
♦ larger firms were more inclined to address
management issues resulting from the increase
in female staff compared to smaller firms;
♦ female staff were less inclined than male staff
to believe that parenting would be compatible
with a successful accounting career—in fact,
less than half believed it was possible to com
bine parenthood and partnership.
Last year, the New Jersey Society of CPAs
conducted a survey of CPA firms and female
members to address the upward mobility of
women issue. Among the findings, many female
respondents said there was a lack of a formal or
3

informal mentoring program; cited limited
opportunities to participate in career development
courses; noted the unavailability of child care
and dependent care at their firms; and indicated
past incidents of sexual harassment.
The accounting profession is not alone in
needing to create greater opportunities for the
upward mobility of women. In the fall of 1989,
the U.S. Department of Labor initiated an effort
which involved corporate management reviews
of nine Fortune 500 companies. The resulting
document, A Report on the Glass Ceiling Initiative,
revealed, among other things, that the glass ceil
ing exists at a much lower level of management
than originally thought (i.e., at the mid- to lowermanagement level), and that monitoring for
equal access and opportunity, especially as
managers moved up the corporate ladder, was
almost never considered a corporate responsibility
or part of the planning for developmental pro
grams and policies.
Following the release of the report last August,
Department of Labor Secretary Lynn Martin
announced a program to dismantle the glass
ceiling. Martin says the objectives of the program
are to encourage corporations to develop strategies
that allow employees to realize their maximum
potential, and to recognize and reward those
companies that have undertaken a particularly
creative and effective program to assure equal
opportunity.

How Are Employers Addressing
the Upward Mobility o f Women?
While it is obvious that much more work needs
to be done by employers to create advancement
opportunities for women, little by little firms
and companies have instituted programs to
address this issue. Specific programs we found in
our interviews focus on mentoring and genderawareness training. A number of employers,
particularly the larger firms, have or are forming
committees or task forces to examine women's
issues along with family issues. Following is a
look at some of the steps being taken within
the accounting workplace.
Mentoring. Career growth hinges on many fac
tors. Professionals who have "made it" to a posi
tion of influence extoll the value of mentoring,
whether it was on an informal basis or a formal
4

one. A mentoring system, particularly when
the mentor is a female, enables younger female
employees to see that it is possible to rise
within the ranks of the profession. Although
we didn't find any employers with femalespecific mentoring programs, we did discover
two that are establishing formal programs.
Virchow, Krause & Company, a regional
CPA firm headquartered in Madison, Wisconsin,
is piloting a mentoring program in its Madison
office to help new employees get assimilated
into the firm. "With the heavy influx of women
professionals, the mentor program should
enhance their upward mobility," explains Linda
Bohman, personnel director.
CIGNA Corporation, a leading provider of
insurance and financial services (with major
operations in Philadelphia and Hartford), is
developing a mentoring program so the company
can identify attributes of successful staffers, says
Patricia Pape, assistant director of human resources
for the financial, systems, and marketing divisions
of the Hartford office.
In addition, CIGNA has in place several
development programs which have resulted in
promotional opportunities regardless of gender.
Specific to CPAs is the "Accountants' Development
Program," which is designed to attract and retain
high-caliber professional accountants to conduct
CIGNA's financial functions and to facilitate their
development into upper-level financial managers.
According to Bob Hughes, director of people
planning and development in the Hartford office,
80 percent of the current program participants
are women.
Gender-awareness training. Sensitizing male
and female employees in how to deal with gender
differences in the workplace is a relatively new
phenomenon. One firm that is addressing this
is Arthur Andersen (AA), which has made
available to its offices a gender-issues awareness
workshop entitled "Men and Women as Colleagues."
The workshop brings men and women together
to discuss "subtle barriers that affect their working
relationship," explains Jan Silverstein, m anagerhuman resources. Piloted in May 1990 in AA's
Dallas office, the two-day workshop provides a
framework for recognizing, understanding, and
discussing workplace gender issues, and gives
5

participants the opportunity to determine actions
to address these issues.
The workshop was created by Harbridge
House, Inc., a management consulting firm in
Boston, and customized to AA's needs. Each
workshop is facilitated by a man and a woman
from the firm's management development group
in St. Charles, Illinois. While the program is
promoted at the national level, Silverstein says
it is up to individual offices to determine if the
workshop should be held.
As of March 1992, the workshop had been
held 21 times (in eight different offices nation
wide), with 27 more sessions scheduled—
including sessions in three offices which have
not held the workshop previously. Approximately
20 individuals attend each workshop; the com
position tends to be partners, seniors, and
managers. “We encourage the offices to mix the
different levels so that all perspectives can be
heard," Silverstein adds.
Committees and task forces. Although it was
difficult to find other concrete programs specifi
cally addressing the upward mobility of women,
many of the larger firms we contacted have
formed or are in the process of forming commit
tees or task forces to examine women's issues,
and to a larger degree, family issues in the
workplace. Some, in fact, are being chaired by
the firm's chief executive officer in order to
emphasize the importance of these issues.
For example, Deloitte & Touche (D&T) has
formed a task force to look at the firm's experience
in retaining and promoting women, examine
the perceptions of the partners and managers
on women's issues, and conduct research on
other organizations to get a better understanding
of how they handle retention and upward mobility,
explains Richard Shafer, national director of
human resources. The task force is working with
a consultant, Catalyst, which specializes in career
issues for women. It is chaired by D&T's chief
executive officer, Michael Cook, and is composed
of both male and female partners.
McGladrey & Pullen has formed the “People
Issues Task Force" to study and help establish
guidelines on issues like maternity and paternity
leave, career paths (e.g., promotional opportu
nities for women), and single persons' issues
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(e.g., equitable health care premiums in com
parison to what employees with families pay).
The task force, which consists of eight partners
plus the managing partner, demonstrates the
"top-management attention" the issues are
getting, says Bob Hickman, national director of
human resources.
KPMG Peat Marwick (PM) is looking at family
issues and the workplace from an international
perspective. PM's "International Task Force on
Family Issues" is surveying firm offices worldwide
with the goal of developing a compendium of
programs that will help all of its offices maximize
the career development of their employees while
allowing them to balance family issues, explains
Bernie Milano, chair of the task force and partnerin-charge—human resources.
The U.S. General Accounting Office (GAO)
took a lead in realizing the importance of addressing
women's issues by establishing a women's advisory
council in 1976 to advise the comptroller general
and senior management on policies concerning
women, according to Joan Dodaro, deputy assistant
comptroller general for human resources. One
offshoot of the council's work has been the estab
lishment of an on-site child care facility.
Several other firms we contacted have formed
committees or task forces to examine women's
and family issues. It is anticipated that these
committees will affect substantial changes at the
firm policy level.

How Are Employers Addressing Family
Issues in the Workplace?
While the accounting profession has some way to
go to address the upward mobility of women
issue fully, it has had a much better track record
over the past few years in helping employees balance
family concerns with their work obligations. Along
with the specially formed committees and task
forces previously mentioned, many employers
have instituted policies to examine such concerns
as flexible schedules and child care. According to
most of the people we contacted, the key to a
policy's success lies in its flexibility.
For example, McGladrey & Pullen has success
fully experimented with flexible schedules for 68
professional staff and managers in 30 of the firm's
70 offices around the country. Now that the firm
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is implementing a policy, Hickman wants to avoid
making it so structured that it takes away this
flexibility. "You need to take each situation on an
individual basis," he says.
Many of the larger firms leave it up to their
practice offices to determine individuals' needs
regarding family issues and the workplace. This
"strategic grass-roots approach" has been adopted
by Coopers & Lybrand (C&L), says Jim Hayes, a
partner in the national personnel directorate.
For example, C&L's Chicago office has taken a
lead in addressing family issues by implementing
the "Work & Family Program," which includes
an alternative work schedules policy and a child
care resource and referral service. Hayes says
the national office is helping to spread the results
of the Chicago office's efforts to other parts of
the firm. "Our role is to serve as a clearinghouse
for sharing information and to help initiate
local efforts," he adds.
It's important to note that what may work for
one office may not necessarily work for another.
For example, Hickman says it might make sense
for his firm to contract with a downtown child
care facility in Chicago and Minneapolis, but not
necessarily in Waterloo, Iowa. This reinforces
why overall firm guidelines need to be flexible.
Following is a look at some of the specific
types of programs that firms and other organi
zations have implemented. Please note that
while many of the employers we contacted
provide a number of these programs, space
limitations prevent us from listing every firm
and organization.
Alternative work schedules. Practically all of the
employers we contacted for this report offer
alternative work schedules. In general, most of
the employees who work a flexible schedule do
so largely because of child-rearing obligations,
educational purposes, or to care for a sick
family member.
The types of alternative work schedules
range from full-time with adjusted hours or
days, to part-time, to seasonal work. For example,
an individual working a full-time arrangement
with adjusted hours may come in earlier and
leave earlier. An individual working a compressed
schedule may "put in a full week" but do it in
less than five days. Someone involved in seasonal
work may put in a lot of hours during the busy
8

season and work considerably less during
the summer.
BDO Seidman's flexible work-schedule policy
allows staff to vary the number of hours they
work or vary the time period during which they
put in their hours, according to Warren Holmes,
national director of human resources. For example,
staff who have two years of experience with the
firm may choose a full-time, regular schedule with
no overtime, a part-time schedule (at least 24 hours
a week), or an hourly schedule (less than 24 hours
a week).
Staff on a full-time schedule may choose a
regular schedule (i.e., five days a week @ eight
hours a day), a compressed schedule (e.g., four
days a week @ 10 hours a day), or a concentrated
schedule (e.g., 60 hours a week during busy
season and 20 hours a week during the summer).
Also, full-time and part-time staff on a flexible
work schedule continue to receive full benefits.
Price Waterhouse provides a formal part-time
program for staff members who perform well
and have been with the firm at least two years,
according to Dick Kearns, national director of
human resources. More than 150 employees are
presently participating in the part-time program.
"T h is program is not a 'mommy track,"'
Kearns explains. He says that opting to work
part-time does not eliminate qualified candidates
from the partnership track. In fact, since the
introduction of the part-time program, the firm
has admitted to partnership several women who
have participated in the program at various
points in their careers.
Veatch, Rich & Nadler, a 40-person firm in
Northbrook, Illinois, provides a variety of flexible
schedules to meet the needs of employees and
the firm. Pearl Krieps, director of administrative
services, says the firm has many women with
children working on a part-time basis. For example,
an audit senior had her first baby a year ago and
has since been working a four-day week. Krieps
says that employees of other firms in the area are
aware of the firm's flexible programs. She often
gets unsolicited resumes from people who want
to move from a full-time to a part-time schedule.
Guilmartin, DePiro & Company, a firm of
seven CPAs in Middletown, Connecticut, allows
employees who need to work a flexible schedule
to work on an hourly basis while maintaining
9

their benefits. Wells Guilmartin, partner, says
the firm requires that employees put in at least
20 hours a week. "We have always been very
accommodating to staff," he explains. "Still," he
notes, "there comes a point where you have to
service the client first—so there has to be some
give and take on both sides."
The U.S. GAO, like many other federal agencies,
allows employees to adopt flexible and part-time
work schedules. Presently, the GAO is experiment
ing with a program which allows employees to
work at home for some portion of the week.
Leave-of-absence programs. Sometimes there
is a need for employees to take time off from
their work obligations in order to tend to family
matters or other personal concerns. Many employers
offer leave-of-absence programs in order to ensure
that individuals will have a job to return to.
One of the firms with an innovative leave-ofabsence program is Grant Thornton, which allows
individuals to take unpaid leave during the slow
season (typically the summer) while retaining
their benefits. The program provides for up to
120 days unpaid leave for all professional and
administrative staff throughout the firm's 50 offices
nationwide, according to Sandra Knipp, national
director of personnel. She says the program
helps employees meet personal needs and enables
the firm to reduce payroll costs during slow
times. She adds that the program is used mainly
by female staff with small children.
Virchow, Krause & Company has an extensive
child-rearing leave policy which is separate from
the disability leave women typically take when
they have children. "The policy allows women
and men the opportunity to take time off before
or after the birth or adoption of a child," Bohman
says. With an average office size of 20 to 30
employees, she notes that the offices are small
enough to offer personal concern for each employee.
While a large percentage of employees par
ticipating in alternative work arrangements and
leaves of absence are female, it's important to
note that a growing number of male employees
have embraced these programs. At CIGNA
Corporation, for example, a male employee in
the financial area took unpaid parental leave,
according to Pape. "People admired him for his
commitment to family." She adds that the
employee was recently promoted.
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Child care and elder care programs. With twoincome families the norm, child care is a key
concern for employers and employees alike. A
typical child care program could range from an
on-site facility, to a referral service, to emergency
child care provisions. Another major concern,
though not as widely publicized, is elder care.
As the average lifespan for Americans increases,
many employees are taking responsibility for
the care of their parents and other relatives.
A number of employers we contacted offer
some type of child care program. For example,
Ernst & Young is one of the founding members
of the Emergency Child Care Services program
in New York City. The program was launched
in September 1989 by seven companies to
provide emergency child care for employees'
children who are "mildly ill," according to
Rosemarie Meschi, director of human resource
information systems and work family programs.
Child Care Inc., a child care resource and referral
agency, manages the program and identifies the
child care providers throughout the New York
metropolitan area. If an employee's child is sick,
the parent simply calls the provider assigned
for his or her area and a certified care-giver comes
to the employee's home to watch the child.
Meschi says the program enables employees
to come to work if their child is sick with the
knowledge that the child is getting quality care.
While the providers are adept at taking care of
mild illnesses, she notes that they are not nurses
and therefore are not licensed to provide medical
services. Employees can use the service free of
charge for up to three days at a time, and up to
a maximum of 50 hours a year (employees pay
the full fee beyond 50 hours). Presently, about
15 companies participate in the program, which,
for now, is available only in the New York
metropolitan area.
Price Waterhouse subscribes to a dependentcare counseling and referral service that enables
employees to obtain information about child care
facilities nationwide. Other programs include an
emergency child care service and a dependentcare expense account which enables employees
to set aside pretax dollars for child care expenses.
Some firms have implemented child care
programs specifically during the busy season.
KPMG Peat Marwick, for example, has a busy
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season daycare program which provides on-site
child care for employees who need to work
weekends in the office.
Employee assistance programs. Employees
often experience stress and anxiety when trying
to balance family obligations with their work.
Some firms we contacted offer programs to
specifically address these concerns.
Coopers & Lybrand's Chicago office provides
periodic work and family support group meetings.
These meetings provide a forum for C&L employees
to get together at the office to share problems,
concerns, and solutions with others in similar
situations. KPMG Peat Marwick's employee
assistance program provides individuals with an
"800" number to help deal with feelings of guilt
in situations where, for example, they may be
having a problem balancing career and work.

Small Firm or Large;
Public Practice or Industry:
Where Is the Greatest Flexibility?
Opinions vary as to whether individuals
looking to balance career and family are better
off working for a small firm or a large one. While
small firms may be more attentive to individuals'
needs because everyone in the firm tends to
know each other, large firms may be more apt
to have an established policy regarding issues
like flexible work schedules and leaves of absence.
At Arthur Andersen, for example, the parental
flexible work program established in 1988 permits
managers to return to work on a part-time basis
for up to three years after the birth or adoption
of a child. Compensation is adjusted based on
workload, and benefits are equal to those avail
able to all regular part-time employees.
The "Life-Style" programs implemented by
Deloitte & Touche include both a continuing
and a limited part-time program. The continuing
program is for individuals wishing to work parttime for an indefinite period of time with no intent
on returning full-time; the limited program is for
those planning to return to full-time status. Shafer
says the part-time programs are used primarily
by women during their child-bearing years.
While many smaller firms may not neces
sarily have written guidelines on alternative
work arrangements and other flexible programs,
12

in the long run these firms (particularly those
operated by women) may provide greater flexi
bility for women trying to balance career and
family, according to Karen Hooks of the Univer
sity of South Florida. "It boils down to the issue
of family needs—and women still bear the brunt
of taking care of family needs," she explains.
Hooks has done a considerable amount of
research in the area of family issues and the
workplace; for example, she was the author of
the AWSCPA report, Alternative Work Schedules
and the Woman CPA. As an authority in the field,
Hooks says there are two kinds of employers
who tend to be sensitive to family needs—
women who have children, and men who have
daughters who have children. "Older men are
looking at the issue of family needs because they
are seeing their daughters trying to balance
career and family," she adds.
Pearl Krieps of Veatch, Rich & Nadler also
feels there is greater flexibility at a smaller firm.
"We can tailor schedules without it being an
administrative hassle." In addition, she says the
partners do not view part-time workers as being
any less valuable than their full-time counter
parts. "There is no reluctance to have part-time
people work on engagements," Krieps says.
"The partners know their schedules and their
work capabilities."
Marilyn Vito, President-Elect of the American
Society of Women Accountants (ASWA), notes
that smaller firms have not felt the pressure to
implement flexible work schedules and other
programs as much as larger ones. In addition,
she sees a greater effort being made outside of
public accounting to address family issues and the
workplace. Vito, who is executive vice president
and chief financial officer at Meridian Mortgage
Corporation in Wayne, Pennsylvania, says the
company and its parent company, Meridian
Bancorp, Inc., have had largely successful
experiences with issues like flexible scheduling.
Another company that has had a good track
record in addressing family issues is CIGNA
Corporation. Specific programs include an on-site
day care center, a day care referral service, unpaid
parental leave, job sharing, and the option to
work at home.
13

While there are benefits to working in CPA
firms of different sizes, as well as in organizations
outside of public accounting, it is difficult to
make a blanket statement about where the
greatest flexibility exists. Each work situation
needs to be weighed on an individual basis.

Can Employees Succeed When
Working a Flexible Schedule?
Employees who choose an alternative work
arrangement generally do not progress as quickly
as those working a full-time schedule. Because
most of the individuals working this type of
schedule are female, it has had an adverse effect
on their upward mobility. There are a few success
stories to report on, however.
Moss Adams, a regional firm based in Seattle,
has a number of employees throughout the firm's
21 offices who are currently working flexible sched
ules, says Sue Carpenter, director of personnel.
One such employee, Caryl Thorp, recently made
partner in the firm's Everett, Washington, office.
Thorp had been in public accounting for
about six years when she decided to have a
family in the late 1970s. She cut down her hours
to part-time, then resumed working full-time—
albeit on a flexible schedule—when her children
were about 10. For the past year and a half, Thorp
has been working a five-day week, although
the hours vary (e.g., she may work 10 hours one
day, five the next). "I took my career off of the
fast track for a while so the path to partnership
took longer," she explains.
Thorp says the flexible schedule has worked
because the firm's focus has been on results.
She says her clients are aware of her schedule
and have been very receptive. Key clients, in
fact, have her home phone number. Her staff
has also been very receptive. "The key is to make
sure the clients are getting the service and
response they need," she adds.
The transition from part-time to a position
of prominence has been made in other firms as
well. At Walpert, Smullian, & Blumenthal, P.A.,
in Baltimore, a female employee went from
working only during busy season to becoming
the firm's chief financial officer. Lynn Lazzaro,
director of personnel, says the firm recognizes
the importance of flexible schedules.
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Marilyn Johnson, a partner in Ernst & Young's
information technology consulting group in
Chicago, recently returned to work on a part-time
basis after having a baby. Upon her return,
Johnson came to an agreement with the firm
that she would work 60 percent of a normal
work week (at least 30 hours) in order to remain
eligible for benefits. She is the first part-time
partner the firm has ever had.
While there are probably many other success
stories at firms and other organizations, it's
important to note that such achievements require
a concerted effort on the part of employers and
employees alike. In other words, there needs to
be some "give and take" on both sides.
At Meridian Mortgage Corporation, for
example, a manager in the financial analysis
group requested a part-time position when she
returned from maternity leave a few years ago.
According to Vito, the reduced schedule ultimately
did not work because her staff needed a manager
on-site full-time. Rather than lose a valued
employee, however, the company worked out a
job-share arrangement where she and a colleague
each work three days a week as senior analysts.
Vito stresses that it is important that employers
avoid "backing off" from alternative work sched
ules if they have been tried and have not been
successful. In unsuccessful cases, she says
employers need to examine creative alternatives
rather than give up.

What Can Employers and Employees
Do Regarding Women's and Family
Issues in the Workplace?
Given today's composition of new hires in
accounting and tomorrow's estimate that women
will outnumber men in the general work force,
the profession must remove barriers to the
upward mobility of women if it is to attract and
retain the best and the brightest. Denying women
access to partnership or senior management
positions will only serve to minimize the number
of future leaders from which to choose. In the
long run, employers who invest in recruiting
and training female accountants will suffer as a
result of the "resignation and replacement cycle."
CPAs can take several steps, however, to
foster the upward mobility of women. Following
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are some actions you can take as an employer,
or encourage your employer to take:
Make sure an organizational policy exists which
addresses the upward mobility of women issue. The
policy should encompass flexible guidelines
on parenting issues (e.g., maternity leave,
child care), elder care, alternative work sched
ules, sexual harassment/discrimination, and
stress, among other issues.
♦ Make sure professional development opportunities
are available for female employees. Organizations
should offer both financial and time support
to female CPAs who want to strengthen leader
ship skills by joining professional organizations,
participating in committee work, and taking
continuing professional education courses.
Mak
e sure advancement opportunities are avail
able for female CPAs. Some ways this can be
accomplished are by providing choice, visible
assignments for women and by identifying
promising female CPAs for mentor programs.
Female mentors offer a good channel for other
women to rise within the ranks. Supervisors
should also be encouraged to provide honest
and "gender-free" feedback in employee
evaluations.

AICPA Upward Mobility o f Women
Committee Takes a Pro-active Role
The AICPA Upward Mobility of Women Commit
tee has been in existence since 1985 to address
this issue within the accounting profession.
Recently, the committee changed its strategic
thrust from a role of monitoring activities to a
more active role of both implementing and
monitoring programs. The committee had been
tracking activities conducted by the Institute,
state societies, and other organizations in relation
to the upward mobility of women issue, but
decided that more needed to be done. As such,
the committee will have greater involvement in
both the development and ongoing operation of
various projects.
As part of its new role, the committee is
planning several activities for the upcoming
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year, including the establishment of a resource
clearinghouse on women's and family issues in
the workplace. This internal library will feature
articles and reports on issues like mentor pro
grams, maternity leave, child care, elder care,
and flexible work schedules. The clearinghouse
will also detail successful programs currently in
place at CPA firms and other organizations. The
hope is that individuals at firms and other
organizations in the profession will request
information which will ultimately result in the
development of workplace policies dealing with
these critical issues.
Other activities on the horizon include greater
involvement in conferences and meetings to bring
women's issues to the forefront; development of
articles for AICPA and state society publications,
as well as other professional accounting jour
nals; increased participation in both the AICPA
and state society committee appointments proc
ess to get more female representation; and
strengthening of the committee's state liaison
program in order to enhance exposure for the
upward mobility of women issue at the local level.

H ow Can You Get Involved?
The UMW Committee is working hard to raise
the consciousness of all employers and employees
in the accounting profession—whether male or
female—of this critical issue. The committee is
available to give presentations on women's and
family issues and to offer advice on addressing
these subjects within your organization. "Shar
ing experiences is critical to developing human
resource policies that foster the advancement of
women in the accounting profession," explains
Sam Vitkoski, committee chair.
If you would like to learn more about what
you can do or what others are doing regarding
the upward mobility of women, please contact
Bea Sanders or John Daidone, AICPA Academic
and Career Development Division, 1211 Avenue
of the Americas, New York, NY 10036-8775.
Likewise, contact the division if your organization
is doing anything innovative in the upward
mobility of women and/or human resources areas.
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